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First of all, on behalf of the Hanoi Open University, it is my great pleasure to warmly welcome the 
delegates to the 32nd Asian Association of Open Universities (AAOU) Annual Conference 2018, in 
Hanoi.  
With the aim of creating a forum for delegates, scientists and practitioners working in policy making to 
meet, discuss and analyze new methods and technologies in the field of open education as well as to 
confirm the role of open education in the development of human resources to meet the new 
requirements of Asia in the integration phase. This conference was conducted with the theme: "Open 
Education in Human Resource Development for Asia in Period of Integration”. 
Hanoi Open University has been cooperating with AAOU for 25 years of construction and 
development. We have successfully organized the 24th AAOU Annual Conference in 2010, and with 
that experience, we are confident that this conference will be a great success. 
Wishing to become a destination of local and international intellectuals for open and distance learning, 
Hanoi Open University is pleased to welcome you today. We hope that you will have good working 
days and have enjoyable experiences in Hanoi, a beautiful city for peace. 
On behalf of the Open University of Hanoi, I would like to express my gratitude to the Ministry of 
Education and Training and Asian Association of Open Universities for facilitating the successful 
organization of this conference.  
We wish you good health and successful conference!  
 
Dr. Truong Tien Tung 
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Abstract 
In an organizational setting, employees may demonstrate resistance toward organizational changes 
as a result of workplace conflicts. Such resistance may become a barrier to understanding and 
implementing change management that may affect from a single particular work unit to the entire 
organization depending on the scope of the changes. Conflicts following organizational changes are 
generally linked to employee resistance, and addressing different types of conflicts can help 
understand ways in reducing employee resistance. The central focus of this study is the decrease in 
group-related conflicts, i.e., task conflict and affective conflict, which can explain resolution 
mechanisms of employee resistance through team building strategies and activities. Our key 
objectives are 1) to understand the true nature of the relationship between these two types of conflicts 
and employee resistance to change and 2) to advance knowledge regarding the role of team building 
in minimizing these two types of conflicts to further address the employee resistance and mitigate it.  
This study provides associative hypotheses that represent the addition of a moderator variable that 
may influence the relationship between a predictor variable and outcome variable. We take up simple 
random sampling technique through which 60 staffs and lecturers of Universitas Terbuka are selected. 
We settle on data collection from a questionnaire designed based on an explicit theory or theoretical 
framework. The hypotheses are tested using multiple linear regression model. 
Our data indicate that; 1) task conflict and affective conflict are of statistical significance in their 
simultaneous and partial relationship with employee resistance to change; and 2) team building can be 
a definitive guide to reduce the impact of these conflicts on employee resistance to change-guiding 
employees to be less resistant and to incorporate teamwork in organizational culture. Based on 
findings, we propose an empirical implementation that ideal organizational culture sees employees as 
members of interdependent teams rather than individual personnels, which helps address the 
magnitude and intensify of group-related conflicts and how they contribute to employee resistance to 
change. 
Our results indicate that 1) task conflict and affective conflict have simultaneous effect on resistance to 
change.2) that task conflict and affective conflict have partial effect on resistance to change. From 
these results, the suggested empirical implementation is to form a team building when there is 
employee resistance as a result of conflict from organizational change 





One would naturally assume that conflicts within an organization, however small, arise generally from 
the individuals. Conflicts will interfere the smooth interactions between these individuals and ultimately 
hinder positive workplace conditions and organizational psychology. Being in conflicts threatens their 
psychological well-being and, when poorly managed, can impair their motivation and performance. 
When an organization spends too much time grappling with conflicts, the individuals take time away 
focusing on the core goals they are assigned to achieve, as conflicts are unpleasant, time-consuming 
and counterproductive. The organization, in the end, will most likely risk its productivity. Conflict 
management comes hand in hand with organizational change, and it is important to realize that 
conflict is not necessarily a bad thing. Due to its inevitable nature, conflicts should not be avoided nor 
ignored in the hope that over time they will resolve themselves. Conflict management, in nature, 
combines the process of alleviating the negative consequences of conflicts and increasing the positive 
consequences at the same time. The potential functional consequences of conflicts can work as a 
driving force and facilitator during the change process. Robbin and Judge (2007) highlight six factors 
that stimulate organizational change, i.e., nature of the workplace, technology, economic shocks, 
competition, social trends and international policies. These factors are complex and dynamic, the 
outcome of which cannot be predicted even with the best-made plans of experienced and professional 
change agents. Organizational ability to perform effectively in a world of ongoing change is, therefore, 
a true measure how well it embraces changes, adjusts to changes and improves upon changes. In 
addition to managing conflicts, any organization is called upon to asses the potential pattens of 
environmental changes which can be predicted by committing to sustainable development in every 
aspect. Failure in this implementation will typically result in low-level productivity and ultimately drive 
the organization to the brink of bankruptcy.   
Anderson (2006) claims that conflicts may impede organizational changes, while there are also 
organizations that accept organizational conflicts and work with them rather than against them. The 
impetus to accept conflicts has, for the most part, been driven by hope rather than fear, and in coming 
to terms with the fact that organizations will always have to deal with conflicts, therefore seeking to 
cope with them as creatively as possible. Anderson (2006) further elaborates that task-related 
conflicts, when nurtured in an open culture, can lead to innovation, adaptability, ideas and flexibility. In 
other words, individuals from different backgrounds and cultures may take a different approach to 
business issues, which potentially result in dissenting opinions, but actively seek out new perspectives 
and ideas. This can sustain the process of organizational changes. However, conflicts will be 
potentially destructive when they take place in the form of interpersonal relationships within an 
organization where one antagonizes a particular group member (Anderson, 2006). In line with this, 
Jehn (1997) asserts that task-related conflicts at certain levels may turn into affective conflicts that can 
obstruct the process of organizational changes. Task and affective conflicts are so correlated that 
members can rarely reap the benefits that task conflicts bring. In the case of Universitas Terbuka, the 
conflicts potentially arise when there is a change in the structure of a work unit, such as job rotation in 
the position of supervisors among staff and lecturers, including the replacement of the Head of 
UPBJJ-UT. Changes in a management structure that deal with significant transition or transformation 
of how the organization does its business can have the potential to spur a myriad of conflicts, including 
resistance to change, as members within the organization refuse to give up the pre-existing schemes 
of work. We seek to empirically frame the effect of task conflict and affective conflict on resistance to 
change, and assess the role of team building in moderating the effect.  
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2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 
2.1. Organizational Change and Resistance to Change 
A change arises out of problems and challenges an organization is coping with. Jones (2007) defines 
organizational change as a transitional phase from its current state to a desired future state where 
effectiveness can be fully enhanced. A strategic change implies an improvement as to how to leverage 
on resources and capacities as well as exploiting new potentials for increasing organizational 
capability to create values and advantages for stakeholders.  
Kreitner and Kinicki (2004) believe organizational change is set off by both external forces and internal 
forces. External forces stem from external environment, i.e., demographic characteristics, 
technological development, market change, and social and political pressure. These forces may be 
global in nature, urging an organization to redesign its fundamental approach to conducting business 
and the overall strategic orientation when it comes to the products or services it will sell and how to 
sell them. The major focus of these forces is to restructure the organization to meet customer needs 
more effectively.  
While the external forces will remain influential in an organization’s ability to deliver goods and 
services, the internal forces within the organization will increasingly inhibit it to meet the marketplace 
demands. Internal forces involve areas in human resource issues, managerial behaviors and decision 
making. Often, internal forces such as poor work performance are not too plain to see. Others such as 
decreasing organizational productivity and conflicts between employees are constantly obvious.  
Piderit (2000) contends that “Resistance to a change is represented by the set of responses that are 
negative along all three dimensions (e.g., emotional, cognitive and intentional).” Piderit (2000) also 
sheds light on individual attitudes in response to change as a continuum, which treats acceptance of 
change (commitment) and rejection of change (resistance) as closely-linked phenomena. On the other 
hand, support for a change is represented by the set of responses that are positive along all three 
dimensions. Responses to a change initiative that are neither consistently negative nor consistently 
positive can be analyzed as cross-dimension ambivalence in the context of employees’ responses to 
change. 
Employees’ resistance to change manifests with different factors and circumstances. Kreitner and 
Kinicki (2004) identify 10 reasons employees engage in resistance to change, i.e., 1) individual 
tendency toward change, 2) surprise or fear of the unknown, 3) a climate of mistrust, 4) fear of failure, 
5) loss of status or job security, 6) peer pressure, 7) interference with traditional culture values or 
group relationships, 8) conflicts, 9) lack of tactics or training, and 10) non-reinforcing reward systems.  
2.2. Group Conflict 
According to Rahim (2001), group conflicts can be categorized as intra-departmental conflicts, i.e., 
those that occur within the same department in an organization. Group conflicts occur when there is 
incompatibility among members of a group or between two or more subgroups within a group in 
relation to its goals, tasks, procedures or other factors. Group conflicts also arise out of dispute 
between superiors and a number of people that make up the subordinates.  
Jehn (1995) distinguishes group conflicts into two types, affective conflict (relationship conflict) and 
task conflict (substantive conflict). Affective conflict is individual-based and personal in nature. It 
involves issues typically unrelated to work, such as social occurences, gossips, preferences, political 
views and hobbies (Jehn, 1997). Others involve struggle over claims to power, status, ego, gender, 
culture, title and other desires or frictions among group members generated by perceived 
incompatibilities or divergence in viewpoints, expectations and opinions. Many refer affective conflict 
to other names such as psychological conflict (Ross & Ross, in Rahim, 2001) emotional conflict 
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(Pelled, Eisenhardt, & Xin in Rahim, 2001), and interpersonal conflict (Eisenhardt, Kahwajy, & 
Bourgeois in Rahim, 2001).  
The second type of conflict discussed in Jehn (1995) is task conflict. Task conflict does not revolve 
around personal-related issues, but rather deals with various aspects of plans, ideas and projects, 
such as disagreement between members of the group over organizational strategies, differing ideas 
and opinions on tasks and what they are supposed to accomplish, and varying views about the 
relevance or appropriateness of information in annual reports. Task conflict is also referred to as 
cognitive conflict (Amason; Cosier & Rose; Holzworth in Rahim, 2001), and issue conflict (Hammer & 
Organ in Rahim, 2001). 
Jehn et al. (1997) theoretically construct and empirically examine a framework of thinking associated 
with the dimensions of conflict that serve as mediating mechanisms that help elaborate conditions 
under which conflicts may not necessarily have negative effects on the group, i.e., negative 
emotionality, importance, acceptability norms and resolution efficacy. Negative emotionality 
(frustration, anger and hatred) and importance (the degree or intensity of a conflict) exacerbate the 
negative effects of conflicts; acceptability norms (acceptance and open communication) alleviate the 
negative effects; while resolution efficacy (the extent to which disagreement is perceived as 
resolvable) enhances the positive effects.  
2.3. Team Building 
Noe (2003) defines team building or group building as a collective term that embraces numerous kinds 
of activities that capitalize on training methods designed to enhance team or group effectiveness. Noe 
(2003) then suggests that team-building training directs the participants toward organizing taskwork 
with teamwork skills to achieve team performance. Team-building exercises call for skills, resources 
and platforms where the participants actively share ideas and experiences, build team identity, foster 
the dynamics of interpersonal relationships and acknowledge each other’s strengths and weaknesses. 
These exercises are about providing these skills, resources and platforms that the team members 
need so that they perform with the utmost effectiveness and harmony. In addition to enhancing team 
performance, these exercises enable them to build a new team and enhance interaction with different 
teams. They can explore emotions, perceptions and beliefs in team functionality, discussion and plan 
development for later implementation as a professional learning practice after training activities related 
to team performance at workplace.  
Team building, therefore, heavily relies on experiential learning (Noe, 2003), a mechanism where 
participants obtain information and immediately put that information into practice. Experiental learning 
in a training program undergoes four phases, i.e., acquiring conceptual knowledge and theory, taking 
part in behavior simulation, analyzing activity, and integrating theoretical knowledge into real-life 
business application. In its implementation, a wide range of methods can be used to ensure the 
effectiveness of team-building activities, i.e., adventure learning, team training, and action learning. 
1. Adventure Learning 
Adventure learning aims for the development of teamwork and leadership skills through a variety of 
structured outdoor activities. Commonly known as wilderness training or outdoor training, adventure 
training fits neatly into the development of team effectiveness-related skills that include self-
awareness, problem solving, conflict management and risk taking.  
2. Team Training 
Team training coordinates each individual performance in a collaborative effort to attain group goals. 
Team performance, in principal, embodies knowledge, attitudes and behaviors. Knowledge represents 
the necessity for the team members to have a mental model or memory structure that enables them to 
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function effectively in a novel or unexpected situation. Behaviors serve the imperative for them to take 
on actions that lead them to communicate, coordinate, adapt and complete complex tasks for a 
common goal. Attitudes relate to the belief of each member in accomplishing tasks and their feeling 
toward each other. Team morale, along with team cohesiveness and team identity, is closely 
associated with team performance.  
3. Action Learning 
Action learning assists goal-oriented team in real-world challenges, navigates them through complex 
problem-solving schemes, commits them to action plans and holds them accountable to put the plans 
into practice. Action learning embraces such issues as how to proceed business change, what 
constitutes the best technology use, how to break the barrier between customers and company and 
how to execute the development of global leadership. Action learning-based activities typically deal 
with 6 to 30 participants.  
2.4.  The Effect of Task Conflict and Affective Conflict on Employees’ Resistance to 
Change 
Today’s business environment requires changes almost constantly if organizations are to remain 
competitive. To ensure that a change within an organization works well, a management structure 
should be created to support it (Hall, 2008). Without support, organizational changes will most likely 
fail because the internal resistance it builds. In other words, employees sabotage these changes they 
view as antithetical to their own interests, as Piderit (2000) claims that resistance to change embodies 
the act of opposing transformations that alter the status quo at workplace. To be successful, any 
change will need to overcome resistance on the part of employees and navigate away from further 
potential conflicts. 
Meissonier and Houze (2010) observe that affective conflict can result in aggressive resistance and 
passive resistance. Aggressive resistance involves threaten, extortion, boycott and other outright 
hostile behaviors that aim to hinder the expected change (Coetsee in Meissonier & Houze, 2010). 
Passive resistance does not involve violent behaviors, but rather avoidance or abstaining from actions 
to encourage the change process or engaging in behaviors that slow down the change process in 
order to preserve traditional values (Coetsee in Meissonier & Houze, 2010).  
Unlike affective conflict, task conflict emerges when in-group members develop disagreements of 
viewpoints over ideas and opinions about a given task (Rahim, 2001). While affective conflict 
manifests in passive resistance, task conflict, such as changes in work methods or in routine office 
procedures, is more associated with aggressive resistance.  
3. HYPOTHESIS DEVELOPMENT 
Based on a wide array of prior studies and extant body of literature, we come up with the following 
hypotheses: 
H1: task conflict and affective conflict have both simultaneous and partial effect on employees’ 
resistance to change. 
H2: team building can mitigate the effect of task conflict and affective conflict on employees’ 
resistance to change. 
4. METHODOLOGY 
4.1. Research Design 
We weigh in on the subject of interest using explanatory study that serves to test the aforementioned 
hypotheses. The nature of the study helps us construct a specific theory that guides the subject of 
interest to generate further sound insights in that area. We look at the moderator variable (i.e. team 
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building) that will provide an explanatory account of how the dependent variable (resistance to 
change) is explained by the independent variable (task conflict and affective conflict). 
4.2. Participants 
We estimate the effect of task conflict and affective conflict on the prevalence of resistance to change 
in a given population, i.e., the entire staff and lectures of Universitas Terbuka. We collect the data 
using cross-sectional methodology survey on the role of team building in such scenario. This survey 
identifies the target population, i.e., 60 staffs and lecturers of Universitas Terbuka, to which the main 
results of the study will be extrapolated. From the population, we get into the sample using a random 
sampling technique, where chance alone determines who will be included in the sample, removing the 
basis for potential selection bias. The sample is exposed to online survey, from which we draw 60 
respondents.  
4.3. Instrument 
Questionnaire used as our sole research instrument to collect the data provides sufficient information 
as to what we are attempting to validate against. As Table 1 shows below, the questionnaire is 
designed using 5-range Likert scale (from 1 = “strongly disagree” to 5 = strongly agree”), where the 
respondents are offered with a choice of five pre-coded responses to express how much they agree or 
disagree with a particular a statement.  
Table 1. Content of Study Instrument  
Variable Indicators Code 
Resistance to 
Change (Y) 
Y.1 Persistence of the existing system  A1 
Y.2 Declining any new ideas that make up the improvement of the 
proposed system in a subtle manner 
A2 
Y.3 Abstaining from the managerial decision on the implementation of 




X1.1 Disagreement over work-related opinions B1 





X2.1 Emotional behaviors shown by both parties in a meeting or 
discussion 
C1 
X2.2 Reluctance to compromise on the part of employees who intend to 
be terminated 
C2 
X2.3 Dissenting opinions at meetings or discussions C3 
Team Building 
(M) 
Adventure learning focuses on the development of teamwork and 
leadership skills through structured outdoor activities. 
M1 
Team training coordinates each individual performance in a 
collaborative work to achieve a common goal. 
M2 
Action learning assigns team or group to work on real-life issues, 





4.4. Data Analysis 
Our study instrument calls for measurement assigning scores to the respondents in a way that they 
represent the perceived attribute of the respondents. In order to draw scores that make sense based 
on the construct being measured, test validity and reliability are important to reduce the likelihood of 
errors. Once the test validity and reliability are completed, multiple linear regression is set out to 
identify the extent to which the independent variables affect the dependent variable. To quantify the 
effect of a moderating variable, moderated regression analysis is added to the model.  
In general, all the items in test validity and reliability are supposed to represent the same underlying 
construct. In a statistical term, validity occurs when an item scores greater than 0,40 at a significance 
level of 95% within the unit of items representative of the variables to be measured. Cronbach’s alpha 
and item-total correlation are used to look at whether the items on the questionnaire are all reliable 
measures. We find each item scores greater than 0,60, indicating reliable variable and, hence, internal 
consistency between the items. In order to gain significant effects between the variables, the p-value  
of an observed effect must score ≤ 0,05 at a confidence level of 95% and a maximum deviation 
standard of 5%. 
5. RESULTS 
5.1. Validity and Reliability 
Table 2 below presents the results of test validity and reliability. 








X1 0.703 0.845 Valid 0.790 Reliable 
X2 0.655 0.876 Valid 0.866 Reliable 
M 0.783 0.855 Valid 0.787 Reliable 
Y 0.714 0.876 Valid 0.887 Reliable 
Source: SPSS Output, processed in 2018. 
Table 2 shows that the minimum value of validity stands above 0.2 and the alpha above 0.6, indicating 
that each item not only is internally consistent but also measures the theoretical characteristic (or 
construct) which it claims it measures. The questionnaire as our measurement device can, thereby, be 
administered to the group of the respondents.  
5.2. Frequency Distribution 
Table 3 below presents the results of frequency distribution of the respondents’ assessment of task 





Table 3. Results of Respondents’ Assessment of Task Conflict, Affective Conflict, Team Building and 










Source: SPSS Output, processed in 2018. 
The SPSS output in Table 3 demonstrates that each variable is statistically significant, indicating the 
respondents’ perfectly high perceptions on each variable. This will make sense as the results of 
multiple regression below shows, where each variable reflects positive quality that is likely to 
contribute to minimizing the effect of task conflict and affective conflict on employee resistance to 
change.  
5.3. Multiple Regression Analysis 
Table 4 below presents the results of multiple linear regression to measure how the independent 
variables affect the dependent variable and moderated regression analysis to measure the moderating 
effect.  
Table 4. Results of Multiple Regression Analysis 
Independent Variable Dependent 
Variable 
t Sig t 
Task conflict (X1) Resistance to 
Change(Y) 
2.370 .022 
Affective conflict (X2) 4.964 .000 
R2   .442 
F   18.583 
Sig F   .000 
R2 (X1-M)   .208 
R2 (X2-M)   .398 
    
Source: SPSS Output, processed in 2018. 
 
Variable * Crosstabulation of Respondents’ Answers  
Count 
 
Respondents’ Answer % 
Total % Low Moderate High 
Variable X1 70 26 4 100 
X2 68 32 0 100 
M 8 7 85 100 
Y 89 8 3 100 
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A full explanation is given below for how to interpret the output. 
1. R2 of 0.442 or 44.2 % defines the rate of the simultaneous effect of Xs on Y. The remaining 55.8% 
of the variation accounts for other factors not included in the model or is presumed to be subject to 
random variability, not to the regression of Xs on Y.  
2. FCal of 18.583 with an alpha of 0.00 (less than 0.05) indicates that the effect of Xs is positive and 
significant on Y as a whole. This statistic corroborates hypothesis 1 that task conflict and affective 
conflict have simultaneous effect on resistance to change. 
3. TCal of 2.370 with an alpha of 0.022 (less than 0.05) indicates that the partial effect of X1 is positive 
and significant on Y. This statistic reveals that task conflict, individually, is statistically positive and 
significant in resistance to change, given that the other factors which potentially affect the rate of 
resistance to change remain constant. 
4. TCal of 4.964 with an alpha of 0.00 (less than 0.05) indicates that the partial effect of X2 is positive 
and significant on Y. This statistic reveals that affective conflict, individually, is statistically positive 
and significant in resistance to change, given that the other factors which potentially affect the rate 
of resistance to change remain constant. 
Based on the resulting TCal, both Xs are statistically significant in explaining variations in Y. 
Hypothesis 2, that task conflict and affective conflict have partial effect on resistance to change, is 
therefore accepted.  
5. R value (x1-M) of 0.208 defines the effect of moderator variable of team building on task conflict that 
affects resistance to change, i.e., 20.8%. Prior to moderation, team building accounts for 0.442 or 
44.2 %. This indicates that team building can mitigate the effect of task conflict on resistance to 
change. 
6. R value (x2-M) of 0.398 defines the effect of moderator variable of team building on affective conflict 
that affects resistance to change, i.e., 39,8%. Prior to moderation, team building accounts for 0.442 
or 44.2 %. This indicates that team building can also mitigate the effect of affective conflict on 
resistance to change. 
Changes within an organization are pivotal to stay competitive in the cut-throat business landscape for 
the long haul. To secure a successful change, the organization should direct its whole structure toward 
the achievement of the organizational change. Without support and acceptance on the part of 
employees, the majority of organizational changes will most likely fail (Hall, 2008). Piderit (2000) 
argues that when a change is poorly led, resistance can set in very quickly; the resistance rate may 
even be significantly increasing. The need to lead a change is growing, but the ability to cope with 
employee resistance is shrinking, hence why an organization often gets discouraged and eventually 
gives up. According to our data from Universitas Terbuka, low level of task conflict and affective 
conflict leads us to low resistance to change. Regardless of how competent the agent of change, the 
organization will always encounter resistance when resolving employee conflicts. The role of team 
building alleviates the strength of the relationship between these conflicts and resistance to change 
among employees. This clearly indicates that team building can manage conflicts and resistance to 
organizational changes with ease.  
Resistance to change among employees results from a certain circumstance in organization setting. 
From employees’ perspective, it is not their nature to make changes that they view as unfavorable for 
their current situation. Meissonier & Houze (2010) believe this unfavorable situation stems from 
conflicts at workplace, which, in turn, makes many organizational changes fail to meet their objectives. 
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Meissonier & Houze (2010) further claim that resistance to change is a behavior dimension of a 
conflict, i.e., the way an individual expresses a conflict, manifesting in a subsequent triggering event. 
In Theory of Reasoned Action, Fishbein and Ajzen (in Laumer, 2011) propose that resistance is 
inherent to conflict and believe that employees first cope with conflict situations that actualize 
resistance behaviors, indicating that individuals express a conflict through resistance acts.  
When we tap deeper into task conflict and affective conflict, task conflict has more potential to result in 
active resistance. As employees struggle with the concept of change concerning how to proceed a 
certain task over dissenting ideas and viewpoints, there is a natural tendency for the individual team 
members to actively resist the pending change (Rahim, 2001). Coetsee (in Meissonier & Houze, 
2010), however, sheds light on the positive consequence of active resistance that leads a constructive 
direction toward project improvement, i.e., expressing dissenting viewpoints on interests and needs 
then accumulating to negotiation to achieve a mutually acceptable agreement and accommodation. 
Task conflict, hence, stimulates the individuals to express and resolve a conflict through efforts to 
negotiate or accommodate a mutually beneficial end result from the emerging differences in 
viewpoints.   
When it comes to affective conflict, Meissonier and Houze (2010) observes that affective conflict can 
manifest in both aggressive active resistance and passive resistance. Aggressive active resistance 
reflects downright hostile reactions such as threat, extortion and boycott to ensure that the process of 
change is slowing down or terminated (Coetsee in Meissonier & Houze, 2010). Unlike aggressive 
active resistance, passive resistance involves more subtle acts (Coetsee in Meissonier & Houze, 
2010). For those with lower power, this includes dormant resistance and covert actions, as opposed to 
active resistance that involves overt challenge and criticism and public statements. We find Meissonier 
and Houze’s observation sufficiently reasonable on account of the fact that affective conflict 
emphasizes conflicting values and norms, and is characterized by personal antagonism, collaboration 
barrier and hostility toward each other (Andersen, 2006). Therefore, when one engages in affective 
conflict with another who favors a change, he/ she may very likely attempt to oppose, hinder and slow 
down the pace of change at all cost. Such type of conflict, if left unresolved, can lead to aggression 
and frustration which create destructive consequences and disrupt productivity, in turn (Andersen, 
2006). 
6. CONCLUSION 
We have examined how task conflict and affective conflict affect resistance to change and how the 
role of team building substantively contributes to mitigating the effect of conflict on employee 
resistance to change at Universitas Terbuka. Based on that result, we conclude that 
1. The line between group conflict and resistance is often quickly drawn. When individual group 
members persist in conflict, resistance becomes inevitable. This implies that resistance acts 
elevate as conflict behaviors aggravate. It is, therefore, essential to delve into the concepts of 
conflict and resistance within group environment and to learn how to harness and control them. 
2. Team building plays a critical role in the relationship between group conflict and resistance to 
change, serving to weaken the effect between the two variables. Team building puts group 
members at ease and helps navigate long-lasting organizational changes toward the intended 
goals in a way which alleviates negative reactions and is aligned with business strategies and 
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